Careers are increasingly characterized by multiple jobs and employers, and thus the issue of transitions between career components and through career stages is of greater importance than in the past. Transitions have also been extensively studied in the context of "serious leisure." This paper uses findings from the literature on serious leisure and leisure constraints to develop propositions about the role of transitions in work careers and the effects that constraints have on transitions.
The conceptualization of a work "career" has gradually developed from a model of upward progression within a single organization to a model of varying types of employment in a series of different organizations (Hall, 1996) . Movement within the organizational hierarchy is now recognized as travelling upwards, laterally within or between divisions or departments, and even downwards. Individuals may also move through multiple employers and multiple occupations or jobs during their working life; in fact, some theorists argue that the focus of analysis for careers should no longer be on the organizations that an individual is associated with, but instead should be on the individual and his or her acquisitions of skills and competencies through various employment experiences (Eaton & Bailyn, 2000) .
The issue of transitions within careers has become increasingly important in analyzing contemporary career patterns. Understanding the nature of and the reasons for transitions between career stagesand, indeed, between careers-is more urgent than ever because of the increased amount of movement that takes place within an individual's career patterns (Bridges, 1988) . Initially, the literature on career transitions was thin, with little empirical work (Hill, 1992; Nicholson & West, 1988) ; however, more recent investigations have employed data collection and analysis to investigate such questions as how individuals use different types of feedback to assimilate after making a career transition (Callister, Kramer, & Turban, 1999) .
However, a question particularly striking in its absence from the literature addressing this issue is how or why constraints may influence career transitions. A constraint can be defined as any barrier that restricts an individual from undertaking a desired action. Understanding the nature and role of constraints can assist understanding of career transitions, since the existence of constraints is often what causes a transition to be made. Constraints encountered in a particular job or organization may cause-or at least influence the nature of-a career transition because of the individual's inability to cope with the constraint; therefore, the constraint directly or indirectly motivates the individual to progress to another career stage. The type of transition caused by the constraint is also important, since the type of transition may influence the actual process of transition the individual experiences (Schlossberg, 1981) . However, constraints may not always result in the individual experiencing transition; a constraint may also have an "invisible" effect, in preventing an employee from undertaking a transition that is otherwise highly desirable (Neapolitan, 1981) . Individuals may also address constraints by means other than removing themselves from the constraint; instead, they may attempt to negotiate the effects of the constraint or challenge the existence of the constraint itself.
The purpose of this article is to analyze constraints in work career transitions by adapting concepts and findings from two distinct but interconnected branches of the field of leisure studies. These two areas are the study of constraints, which examines the effect of restrictions on the ability to participate in leisure activities, and the study of seri-
